
Annex A – Key 

Performance 

Indicators 



Equalities 

Objective: 

1. Leadership



1. Equality awareness training

Definition - Headcount of total workforce (please note this fluctuates), 

excluding casual workers, that have completed equality & diversity 

awareness eLearning. Also related courses (as defined below) that are 

available on Evolve.
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Course Title % of completions @310721 Available from

Deafblind 3% 27.02.17

LGBT 4% 17.08.16

Mental Health & 

Vulnerability 5% 03.12.20

MH for Managers 2% 03.11.16

The Equality Act 2010 1% 11.02.21

Trans Awareness 0% 11.02.21

Unconscious Bias 6% 12.08.20



Why is this important?

Equality awareness training  

What is the current trend and what are we doing about this?

All our employees need to ensure they understand how to work with, support and provide services to co-

workers and service users from all backgrounds. It is therefore important that all staff have the opportunity 

to access equality training and are supported to undertake this training. 

Equality & Diversity e-learning is added to all new starter profiles, with a target date of 90 days to complete. 

This course is added as a ‘complete once’ e-learning package. Further learning around more detailed 

protected characteristics is also available. These are self-directed e-learning courses available on Evolve. 

There has been a marked increase in staff completing E&D training due to annual performance reviews 

(appraisals) taking place where E&D is a mandatory requirement. 

To increase awareness of equality, inclusion and diversity, part of the People Strategy includes the 

Workforce Development Plan. Listed are some of the areas of focus: 

•A refreshed training programme on inclusion for all staff 

•Training for all managers on leading diverse teams

•Development of an ally programme to support underrepresented communities

•A Making Connections for Managers development programme which includes modules on Inclusion and 

Intersectionality, Psychological Safety and Speaking Up and Compassionate Leadership





Why is this important?

Equality objectives on Evolve

What is the current trend and what are we doing about this?

Following the agreement of the revised equality plan, it has been agreed that all senior staff will have an equality 

objective on evolve. 

This commitment is in the very early stages and progress will come in future.  It is intended that our initial focus 

will be on ensuring that all managers do have an equality objective.  Workforce development will produce some 

sample objectives to ensure that senior staff understand what a good objective looks like.

Additionally, we wish to engage with staff networks and others to discuss what outcomes should look like too.  

For example how do we ensure that there is a consequence for not delivering objectives.  And what should that 

consequence look like.

Additional work will need to be done to ensure that we translate that into policy, training and development etc. 

But we believe it is important to obtain views on what consequence should mean to us.



Equality Objective 

2: Workforce



3.Grievance response times 

Target - 75% of formal and informal Grievance cases closed within 140 days, including any appeal

Grievances closed Q2 2020/21 Q3 2020/21 Q4 2020/21 Q1 2021/22

Dept No. Cases Ave Duration (days) No. Cases

Ave Duration 

(days) No. Cases

Ave Duration 

(days) No. Cases

Ave Duration 

(days)

Chief Executive 0 2 192 1 297 1 516

Children's Services 12 177 14 262 3 129 7 81

Corporate Resources 9 71 12 170 11 98 8 102

Health and Wellbeing 4 178 9 74 3 42 4 47

Place 5 219 4 120 7 217 5 28

Grand Total 30 152 41 176 25 136 25 89
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4. Grievance types & outcomes last 12 months

• 41% of all grievances were resolved informally

• Only 4% of grievances were fully upheld

• Of the 41 cases that were  not upheld, or only

partially upheld, 21 of these were appealed

• Of the 21 appeals, over a third were withdrawn and 

only 4 of them achieved any change to the original 

outcome
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Grievance Types
Original Outcomes

Reason

Informal 

Resolution

Not 

upheld Resigned

Withdr

awn

Partially 

Upheld Upheld

Closed due 

to failed 

contact

Grand 

Total

Bullying/Harassment 5 4 1 3 1 2 16

Colleague relations 12 5 2 19

Discrimination 4 10 1 6 5 1 27

Management conduct 16 2 1 5 11 3 38

Sexual harassment 1 1

Other grievances 9 4 2 2 17

Grand Total 47 20 3 21 21 5 1 118

As % of Grievance Type

Reason

Informal 

Resolution

Not 

upheld Resigned

Withdr

awn

Partially 

Upheld Upheld

Closed due 

to failed 

contact

Grand 

Total

Bullying/Harassment 31% 25% 6% 19% 6% 13% 0% 100%

Colleague relations 63% 0% 0% 26% 11% 0% 0% 100%

Discrimination 15% 37% 4% 22% 19% 0% 4% 100%

Management conduct 42% 5% 3% 13% 29% 8% 0% 100%

Sexual harassment 100% 0% 0% 0% 0% 0% 0% 100%

Other grievances 53% 24% 0% 12% 12% 0% 0% 100%

Grand Total 40% 17% 3% 18% 18% 4% 1% 100%

Appeals As % of Appeals

Reason

Appeal 

unsuccessful

Appeal 

withdrawn

Appeal 

partially 

successful

Appeal 

successful

Grand 

Total Reason

Appeal 

unsuccessful

Appeal 

withdrawn

Appeal 

partially 

successful

Appeal 

successful

Grand 

Total

Bullying/Harassment 2 2 Bullying/Harassment 100% 0% 0% 0% 100%

Colleague relations 2 2 Colleague relations 100% 0% 0% 0% 100%

Discrimination 4 5 9 Discrimination 44% 56% 0% 0% 100%

Management conduct 1 2 2 5 Management conduct 20% 40% 40% 0% 100%

Other grievances 1 1 1 3 Other grievances 0% 33% 33% 33% 100%

Grand Total 9 8 3 1 21 Grand Total 43% 38% 14% 5% 100%



Grievance Response Times

Why is this important?

The equalities plan outlined that we need to improve response times for grievance case work.  Responding to 

cases in a timely manner and ensuring that each grievance is processed quickly and efficiently is critical to 

ensure that we minimise the distress that these cases can cause for all parties involved.  It will also ensure that 

we are able to achieve meaningful resolutions in timescales that can contribute to timely implementations of 

resolutions

Recognising this, there will be a number of cases that will take longer to resolve than others.  Whilst it is hard to 

be definitive about the exact reasons as to why this may happen, some of these reasons can include the 

complexity of the grievance, availability of staff to engage in the process and management capacity.

What is the current trend and what are we doing about this?

The welcome news is that over the last quarter the elapsed days taken to conclude a case has reduced.  The 

pattern has been variable in the last year partly due to the difficulties caused by Covid.  

We are continuing to focus our efforts on ensuring cases are concluded as quickly as possible.  Form an HR 

perspective this means ensuring that we provide support to managers so that they are able to conduct processes 

effectively, and that we provide mediation support where that supports meaningful outcomes.



5. Percentage of employees from BAME 

backgrounds 
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6. Percentage of BAME employees in top 5% 

pay



Why is this important?

Bradford District Council needs to closely represent the communities it serves.  The district is one of the most diverse 

areas in the country with a high proportion of individuals from a BAME background.  The equalities objectives focus on 

increasing the proportion of BNAME individuals both as an overall proportion of employees but also as a proportion of 

the senior management (grades special A and above)

What is the current trend and what are we doing about this?

The overall proportion of BAME employees is rising.

There are a number of considerations we need to take into account when we look at improving the opportunity for our 

under represented communities.  What opportunities are available to join the Council, what development opportunities 

are available, how do we identify and mentor talent etc.

We are currently working to identify how we will best identify:

• Learning and development needs across our workforce

• Develop career development pathways for staff

• Identify talent pools and succession plans so that we can provide stretch opportunities for people to have 

the best chance when applying for more senior roles.   

We have also implemented more diverse recruitment panels and we are also going to be implementing a new 

Recruitment approach to attract diverse talent.

We are also contributing to a District wide 5 year Equalities Composite Plan and also want to co-develop an ally ship 

programme with all out staff networks.



7. Percentage of female employees in top 5% pay



Braford District Council needs to closely represent the communities it serves. The equalities objectives focus on 

increasing the proportion of female employees both as an overall proportion of employees but also as a proportion of 

the senior management (grades special A and above).

What is the current trend and what are we doing about this?

In the last year, there has been an increase of the proportion of female employees who are in the top 5% pay grades.

The same considerations apply for our female staff as they do for our BAME community.

Percentage of Female Employees

Why is this important?



8. Percentage of employees from LGBTQ+ 

backgrounds
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Why is this important?

Bradford District Council needs to closely represent the communities it serves.  The equalities objectives focus on 

increasing the proportion of LGBTQ+ employees both as an overall proportion of employees but also as a proportion of 

the senior management (grades special A and above).

What is the current trend and what are we doing about this?

The percentage of LGBTQ+ employees has remained stable over the last 3 years, however the number of employees 

who have declared their sexual orientation is still very low.

It is not possible to provide a further break down of the figures for LGBTQ+ due to the small number of employees who 

have disclosed this information.

Out staff networks have an enormous part to play in helping LGBTQ+ colleagues. Additionally, the same considerations 

apply as per our BAME and female communities.

‘There is a need to build the confidence of staff to be able to give their sexual orientation on data we collect. We are currently 

finalising the Stonewall submission, and also planning a piece of work on ‘Communities of Interest Plan’- both of which will address 

this.’

Percentage of LGBTQ+ employees



9. Percentage of employees with a disability
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Why is this important?

Bradford District Council needs to closely represent the communities it serves.  The equalities objectives focus on 

increasing the proportion of employees with a disability both as an overall proportion of employees but also as a 

proportion of the senior management (grades special A and above)

What is the current trend and what are we doing about this?

The percentage of employees with a disability has declined in the last period.

Our staff networks have a part to play in helping disabled colleagues.  Addition the same considerations apply as per our 

BAME and female communities.

Percentage of Employees with a Disability



10.



Why is this important?

Bradford District Council needs to closely represent the communities it serves.  The equalities objective focus on 

attracting and retaining an increasing proportion of younger people into the organisation.

What is the current trend and what are we doing about this?

Bradford has an aging core workforce, the current average age of established staff is 47.4 years old and the current 

average age including temporary staff is 46.5.

The overall average age normally increases by aprox 0.1 of a year each year.  However, due to the recent influx of a 

large number of younger temporary Covid support workers, the overall average age has fallen by 0.3 of a year in the last 

12 months, from 46.8 years to 46.5 years.

The Kickstart initiative is also likely to have an effect on the overall average age going forwards, as these look to include 

significant number of younger people coming into the organisation

Percentage by Age for employees and Bradford District



11. Workforce diversity by grade

Definition – percentage of whole workforce disclosing the protected characteristic. For ethnicity and disability only, the calculation excludes 

employees who have not stated their ethnicity.

The percentage of BAME employees overall is increasing, including the percentage of those on Special Grades & above.

The percentage of employees declaring a disability overall is reducing, however the percentage of these on Special Grades and above is 

increasing.

@30 June 2021

Grade % of Total 

Workforce

BAME Female Disabled

Band 1 - 5 34.1% 31.9% 72.4% 2.4%

Band 6 - 8 28.8% 27.5% 61.6% 5.0%

SO1 - PO1 14.3% 28.2% 65.3% 5.4%

PO2 - PO6 14.7% 27.0% 61.9% 4.8%

Spec Grades & above 2.6% 18.8% 50.2% 5.0%

Craft Worker 1.5% 10.8% 4.5% 0.0%

JNC Youth Worker 1.7% 52.4% 53.3% 8.7%

Soulbury 0.6% 15.9% 66.7% 2.0%

Teacher 1.6% 17.6% 75.2% 2.2%

Grand Total 100.0% 28.7% 64.8% 4.1%



12. Percentage of employees not stating or preferring not to 

say their protected characteristics by grade

Definition – percentage of the whole workforce that have not stated (or said they prefer not to say) their protected characteristic.

Only 24% of employees have responded about their sexual orientation and a significant proportion of these preferred not to say. Only 17.4% 

of employees have provided an actual sexual orientation.

For this reason, it is not possible to provide a further break down of the figures for LGBTQ+ due to the small number of employees who have 

disclosed this information.

We need to encourage more employees, and especially more Senior staff, declaring their ethnicity, disability and sexual orientation by 

encouraging a culture of openness where employees feel more comfortable disclosing this data.

@30 June 2021

Grade % of Total 

Workforce

Ethnicity 

Not 

Stated

Disability 

Not 

Stated

Sexual 

Orientation 

Not Stated

Band 1 - 5 34.1% 7.0% 0.5%

Band 6 - 8 28.8% 12.9% 0.5%

SO1 - PO1 14.3% 6.3% 0.6%

PO2 - PO6 14.7% 5.5% 0.6%

Spec Grades & above 2.6% 8.6% 1.4%

Craft Worker 1.5% 1.5% 0.0%

JNC Youth Worker 1.7% 17.3% 0.0%

Soulbury 0.6% 13.7% 0.0%

Teacher 1.6% 21.2% 1.5%

Grand Total 100.0% 8.8% 0.6% 76.5%
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Equalities 

Objective 3: 

Communities



13. Percentage of people who agree that people 

from different backgrounds get on well together
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Percentage of people who agree that people from different backgrounds get on well 

together

Why is this important?

It is important that our diverse communities get along together. The Strong Communities Strategy 2018-2023 made the commitment 

to improve integration and cohesion in the District. This has been a strong focus of our stronger communities and community 

engagement work. 

What is the current trend and what are we doing about this?

Performance has improved over the last year to 55.7% for the 12 months to March 2020 (from 49.6% for the same period the 

previous year).

Bradford district become one of five integration areas as part of the Integrated Communities Strategy (March 2018). During the two 

years that preceded the outbreak of coronavirus we invested in 50+ projects, in over 24 wards and implemented programmes to 

strengthen social cohesion and integration locally. The Belong and University of Kent national research shows local areas that 

invested in social cohesion programmes are faring better in the midst of the Covid-19 pandemic compared to other cities with 

higher levels of resilience, hope and cohesion.



The monthly data during the period Apr 

2019 – Mar 2020 shows a fairly 

consistent average of approx. 200 per 

month with a variable of 150 – 230. The 

total reported hate crimes for the year 

were 2205, an 8.5% increase on the 

previous year.

The monthly hate crime data shows a higher 

fluctuation between a high of 270 and low of 

135. This may be due to the impact of 

Covid19 pandemic lockdown being 

implemented and relaxed. The total reported 

hate crimes for the year were 2295, an 

increase of 4.3% on the previous year..

14. Hate Crime in Bradford District



Hate Crime Details

Why is this important?

What is the current trend and what are we doing about this?

Bradford district is a place of diversity and this makes it such an interesting and rewarding place to live, work, play 

and visit.  We are committed to tackling Hate Crime across our district in order to build safe, inclusive communities 

which respect the different experiences of gender, culture, race, religion and sexual orientation.

All forms of hate continue to have a massive impact upon victims and on the quality of people’s lives but by working 

together we can continue to effectively tackle hate crime in our district.

In terms of what we are doing to reduce hate crime, CBMDC have contracted the Bradford Hate Crime Alliance to:

• Provide hate crime awareness training to targeted community groups, i.e. those that are deemed to be a higher 

risk of suffering hate crime such as African Caribbean and African, Asian Women, Faith and disabilities.

• Encourage people to report hate crime by providing 28 independent hate crime reporting centres across the 

District.

• Provide support and help to hate crime victims.

• Arrange hate crime awareness events and activities throughout the year and especially during the annual hate 

crime awareness week. 9th -16th Oct this year.

The Hate Crime Strategic Management Group, comprising of partnership organisations CBMDC, WYP, BHCA, 

Victims Support and Restorative Justice, meets once every 2-months to discuss all hate crime matters in our District 

including HC data, events, local and national issues that impact hate crime, etc.  Bradford Districts Hate Crime 

Strategy 2021-24 will be launched on Monday 11th October 2021 at an event organised at the Carlisle Business 

Centre.



Equalities

Objective 4: 

Service 

design . Note 

these are 

currently 

descriptive 

metrics



Bradford 

District

Children in 

Care Early Help

Adults Social 

Care Housing

Male 49.0% 52.6% 43.5% 43.8% 35.1%

Female 51.0% 47.4% 56.1% 56.2% 64.6%

Transgender 0.2% 0.1%

Not recorded 0.2% 0.0% 0.0%

Prefer not to say 0.1%

15. Service user profiles: Gender



16. Service user profiles: Ethnicity

Bradford 

District

Children in 

Care Early Help

Adults Social 

Care Housing

White 67.50% 63.68% 55.61% 44.10% 59.53%

Mixed multiple 

ethnic groups 2.50% 14.49% 6.40% 1.20% 3.66%

Indian 2.60% 0.22% 0.24% 1.20% 0.86%

Pakistani 20.40% 9.71% 15.72% 8.48% 16.76%

Bangladeshi 1.90% 0.96% 1.26% 0.43% 1.77%

Black 1.80% 3.09% 1.90% 0.93% 4.18%

Other 3.30% 7.13% 3.32% 0.63% 3.93%

Not known 0.66% 15.56% 43.02% 7.53%

Refused 0.07% 0.00% 1.79%



17. Service user profiles: Disability

Bradford 

District

Children in 

Care Early Help

Adults Social 

Care Housing

Disability 21.0% 2.4% 1.7% 24%

No Disability 79.0% 72.1% 98.3% 68%

Not Recorded 25.5% 28%



Service user profiles: Gender,

Ethnicity and Disability 

Data sources

Bradford District: Mid-2109 population estimates

Children in Care: Current children in the care of Bradford Local Authority

Early Help: current service users of Bradford Local Authority's Children’s Early Help service

Adults Social Care: Current Long Term Service users

Housing: Current citizens on Bradford Local Authority’s Housing Register



18. Service user profiles: Sexuality

Data source - Yorkshire & Humber: Annual population survey 2018

Yorkshire & Humber

Lesbian or gay 1.30%

Bisexual 1%

Other 0.50%

Refused to answer 3.10%

Heterosexual or straight 94.10%



19. BAME led 

businesses 

registrations

Bradford district 

business start ups

by gender
272

101

324

106

0

55

110

165

220

275

330

385

Male Female

Bradford district business start ups
by gender

Feb-20 Feb-21



20. Bradford District male and femail claimant 

rates



There were 106 female owned business start-ups registered with Companies House in February 2021 compared to 101 in February 

2020. This represents an increase of 5%. 

There were 324 male owned business start-ups registered with Companies House in February 2021 compared to 272 in February 2020. 

This represents an increase of 19%. 

Women accounted for 24.7% of all start-ups in February 2021 which was lower than February 2020 when the figure was 27.1%. 

Given that women make up 50.2% of the work age population – these figures show that women are significantly under-represented with 

regard to setting up a business. 

We have also seen business start-ups increasing during pandemic but the increase has been lower for women. 

Bradford District Business Start Ups by Gender


